The primary purpose of this study is to determine whether there is a difference in judo coaches' job satisfaction by demographic variables. Secondary purpose is to study judo coaches' job satisfaction level by occupational and work place variables. Fifty five of the subjects were males and 10 of them were females, sixty five Judo coaches in total were tested with job satisfaction questionnaire developed by Hackman and Oldham (1975) . Differences among variables were examined by one way ANOVA. Alpha 0.05 was taken. It was determined in the research that there were no differences (p>0.05) in job satisfaction by gender, income from coaching, daily working hours, occupational experience and work environment in judo coaches' job satisfaction level but there were differences (p<0.05) by occupational view of the future, choosing the same profession and approach of the manager of business place to them.
INTRODUCTION
Job satisfaction is the work value of the workers to their own professionals and an emotive reaction in consequence of the things acquired from work (Oshagbemi, 2000) , whether the person likes his/her job or not and feelings for his/her job (Spector, 1997) , content of the job and individual's positive attitude to work place and workers' satisfaction or dissatisfaction for the job (Ozgen et al., 2002) . Job satisfaction is the individual's expectations from job and what they really acquire from the job, how much the individual cares and values for his/her job (Avci and Karatepe, 2000) .
One's occupation is an important part of their life (Sunay, 2005) . There have been many definitions of the term of coach. Coach is the person who trains, guides and disciplines the athletes (TDK, 1992) , who obtains a certificate by completing the programs related to his/her sports brunch, who follows the developments and trains the athletes and the teams for any sports activities within his/her specialty according to national and international rules and techniques (Official Gazette, 1991) .
According to Kazancakis (1985) , a coach is the training manager of the athletes who competes for a purpose. Coaches manage their athletes for this purpose perceptively. In addition to these, coach is a fine organizer, an effective manager and a motivator (Sevim et al., 2001) . Locke (1976) give a comprehensive definition of job satisfaction as pleasurable or positive emotional state resulting from the appraisal of one's job or job experience. Job satisfaction is a result of employee's perception of how well their job provides those things that are viewed as important. Also it has been shown to positively affect job performance within a variety of work environments (Katzell et al., 1992) .
LITERATURE REVIEW
The examination of job satisfaction in the general business sector has found that employees who were satisfied with their job were more likely to strive towards difficult performance goals and perform at a higher level, were more committed to the organization, accepted more responsibilities, and took on significant leadership roles (Ansari et al., 1982; Joyce and Slocum, 1982; Katzell et al., 1992) , In contrast, dissatisfied employees felt more frustrated, made lesser efforts towards job tasks, and typically changed jobs more frequently (Joyce and Slocum, 1982) , A number of authors have emphasized that coaching is a non-traditional profession in terms of working hours and time commitment (Chalip, 1978; Dixon and Bruening, 2007) . Dixon and Bruening (2007) described coaching in the following manner: The multi-faceted, high paced work setting full of practices, recruiting, offseason workouts, administrative duties and teaching responsibilities has created an environment where only those willing to work twelve hours days, six days a week, for fifty weeks a year can thrive.
Coaching jobs require long, nontraditional hours, and extensive travel. Coaches work to provide evening and weekend games and events that serve as entertainment for other members of their communities. Therefore, work often interferes directly with the coaches' own leisure time and potentially family activities as well (Chalip, 1978; Dixon and Bruening, 2007; Staines and Pleck, 1984) . While coaches understand and expect these working conditions, some coaches have reported that they accept these conditions in large part because they are given flexibility with when and where they complete their work on the whole (Dixon and Bruening, 2007) .
Further, the current climate of the coaching profession is that it is a year-round vocation (Brown and Little, 2001) . The extensive work hours exist not only during the playing season, but for many coaches even into the months following the final game when the recruiting of new prospects is an essential component of the job (Coakley, 1986; Dixon and Bruening, 2007) . Such hours continue with off-season workouts, meetings, and summer sport camps in the weeks leading up to the beginning of the season. Coaches come to expect that their "busy season" extends well-beyond the playing season itself (Brown and Little, 2001; Dixon and Bruening, 2007) . This type of work establishes a subculture that the coach will be a "toiler." Doherty (1985) viewed a toiler as "one who engages in fatiguing, emotionally stressful, and ever arduous work for long hours day after day".
One of a coach's primary responsibilities is to help athletes develop as people (Chalip, 1978; Martens, 2004; Weiss and Stevens, 1993) . However, such sacrifice may lead to pressure and strain within the coaching role, which may end in burnout and withdrawal (Inglis et al., 2000; Theberge, 1992; Weiss and Stevens, 1993) .
As specified in these definitions, coach has an important role in athletes' and teams' achievement. Vocationally satisfied coach will train and guide the athletes better (Sunay, 2005) . High job satisfaction has also been linked to personal goal attainment in sport by both coaches and athletes (Weiss and Stevens, 1993) . Since job dissatisfaction has been linked to employment changes, the understanding of the coaching context Gencay and Gencay 10543 could be enhanced by exploring the link between job satisfaction and burnout. Coaches with lower levels of burnout reported satisfaction in interactions with athletes, a focus on their development, rather than only considering performance outcomes (Quigley et al., 1987) . Kelley and Gill (1993) also noted that job satisfaction and social support greatly reduced burnout. Thus, personal orientations towards sport, goal setting, and burnout in relation to coach job satisfaction appear to be similar to factors found in the workplace (Weinberg and Gould, 2003) .
Coaches are the indispensable part of the sports. If the coaches are provided facilities as many as possible and the level of job satisfaction is increased as much as possible then the athletes will perform better. Coaches effect the athlete's achievement as well as being a skilled athlete (Yerlisu and Çelenk, 2008) . Therefore coach's satisfaction and discipline have an important role in athlete's performance. Coaching is developing business in Turkey (Sunay, 2005) . As in many amateur sports brunches in Turkey, the conditions provided for coaches in judo are insufficient and not at the required level and this effects the coaches' job satisfaction.
So, it is significant to determine the coaches' job satisfaction which is one of the important factors effecting a judoist achievement by different variables. The primary purpose of this study is to determine whether there is a difference in judo coaches' job satisfaction by demographic variables (gender educational level, income level). Secondary purpose is to study whether there is a difference in judo coaches' job satisfaction by occupational and work place (coaching experiences and daily working time) variables.
MATERIALS AND METHODS

Sample
The participants of the study were 65 top judo coaches in Turkey (10 females, 55 males), ages 39.26 ± 8.81, and 52.3% (n=34) of coaches have national or international sportive success while 47.7% (n=31) have not got it. All of the participants volunteered to participate in this study.
Procedures
All of the questionnaires were administered in a lecture hall, after a national level course session. The judo coaches were told how to fill in the questionnaire, emphasizing the importance of not leaving any item unanswered. The approximate time necessary to complete the instrument was 10 to 15 min. Incomplete or unsuitable answered questionnaires were excluded from the statistical analyses.
Instruments
The job satisfaction scale
It is developed by Hackman and Oldham (1975) to determine the level of individual's job satisfaction. The study of adaptation to Turkish and validity of the scale were carried out by Guler (1990) and internal coefficient consistence of the scale (Cronbach's alpha) was determined to be 0.96. Job satisfaction scale is a self-report scale with 14 clauses prepared by 5 point likert technique consisting of unfinished statements. It is graded from 1 to 5 as all clauses are positive in the scale. The highest point is '70' and the lowest point is '14' to get from the scale. The points between 53 and 70 indicate the high level of job satisfaction, points between 33 and 52 indicate midlevel of job satisfaction and points between 14 and 32 indicate low level of job satisfaction. The internal coefficient consistence (Cronbach's alpha) of the job satisfaction scale with 14 questions used in present study was determined to be 0.9 and it was understood that the scale was dependable.
Statistical analysis
Acquired data in this study was analyzed using SPSS 15 package programme. Internal consistency of the questions was determined by reliability analysis (Cronbach's alpha). Means (M) and standard deviations (SD) of the data were calculated and when comparing independent variables and job satisfaction One Way Anova Test was used. Alpha error level was 0.05. Table 1 displays the demographic profile of the in relation to six different variables: gender, age, educational level, background of athletic success (national or international level) and coaching experience in years. 84.6% of the participants were male and 15.4% of them were female. Their ages were between 25 and 50 and they who were between 35 and 40 were predominating. We see that 56.9% of the participants were graduated. 52.3% of them had national or international sportive success in their history, 78.5% of them had occupational experience for over 6 years. As no differences were determined in job satisfaction of the participants by gender comparing by ANOVA test (F(1, 63)= 1.18, p= 0.28), both genders were dealt in next analyses comparisons. Job satisfaction level and educational level of Judo coaches, their coaching experiences, incomes from coaching and daily working hours were compared with one-way ANOVA test and significant differences were not determined statistically (p>0.05).
RESULTS
As seen in Table 2 , no differences were determined in judo coaches' job satisfaction by their gender and work place. On the other hand, a significant difference was determined in job satisfaction statistically by choosing the same job, their view of future regarding their profession and the attitude of their manager (p<0.05).
DISCUSSION
The primary purpose of this study to determine whether there is a difference in judo coaches' job satisfaction by demographic variables (gender educational level, income level). Secondary purpose is to study whether there is a difference in judo coaches' job satisfaction by occupational and work place (coaching experiences and daily working time) variables. For this purpose it was applied the job satisfaction questionnaire to elite level judo coaches in Turkey. In this study there were not any significant differences determined statistically by their gender, educational level, coaching experiences, income from coaching and daily working time.
There were no significant differences determined in the job satisfaction research by their gender which was carried out in General Directorate of Youth and Sports by Ekici et al. (2009) . Yerlisu and Celenk (2008) carried out a research on volleyball coaches and they determined that coaches' education level, length of service and daily working hours had no significant effects on job satisfaction. Ulucan (2008) conducted a research on football coaches and he determined that length of service had no effects on job satisfaction. When evaluating the findings from the researches we see that similar results were obtained as the results in our study. It is seen that coaches' job satisfaction does not vary by gender, coaches' working environment, experiences and daily working hours. Statistically significant differences were determined in job satisfaction by choosing the same profession, their view of future regarding their profession and the attitude of their manager (Table 2 ). If we compare the job satisfaction of judo coaches who were pleased with the attitude of their manager in the work place with judo coaches who were not pleased with the attitude of their manager, we see that job satisfaction of the pleased judo coaches was significantly high (Table 2 ). This case shows similarity to the other researches carried out previously. Rao and Narayana (1998) found that managers' attitude and leadership style had an effect on increasing or reducing job satisfaction level. They stated that managers' negative attitudes could cause negative results like reluctance on the workers and resigning. According to Adesoye and Ogunnsanwo (2004) , managers might acquire high performance in business by enhancing job satisfaction. Management pattern imposed by the managers has an effect on job satisfaction (Snyder, 1990) . Occupational support from managers, colleagues and work environment has an effect upon job satisfaction (Soyer and Can, 2007) . According to Li (1993) , negative attitudes of the managers reduce the coaches' job satisfaction. Their positive attitudes increase the coaches' job satisfaction even under intensive working conditions. In the conclusion of this research studying judo coaches' job satisfaction, attitudes of the managers to coaches have an effect upon judo coaches' job satisfaction. Role conflict, lack of communication in the facility and indefiniteness of the roles increase working tension and this might reduce job satisfaction. This reduces coach's performance and effects the achievement of the team or athletes and even may cause resigning of the coach (Rogers et al., 1994) . Besides, understanding and approving coaches' occupational effort by their manager might have positive effects on job satisfaction (Li, 1993) .
Job satisfaction and dissatisfaction might have specific effects on coaches' performances. For example, dissatisfaction might have indications like not attending without any excuses, becoming ill frequently, complaining from work and resigning from work (Schmidt, 2007) . The most significant of all is decrease of the coaches' job satisfaction and this effects teams' and athletes' achievement (Li, 1993) . Because the coaches are the persons who have a direct contact with the athletes, a satisfied coach would train the athletes more successfully (Singh and Surujlal, 2006) .
In conclusion, although this study has a few of limitations, we believe that new findings were put forward with this study and they would contribute to coaches' performances and to their achievement. We think that these findings should be supported with the future studies.
